The collective loss to Indian IT organization due to regularly losing its employees is mind boggling. In the last couple of years, companies have realized that wages are important to employees, but compensation alone cannot motivate the highly skilled and experienced workforce. The HR managers are laying the road map for the right working conditions which would inspire the employees to be engaged, give their best, go their extra mile and persist in the face of difficulties.
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that creates an environment which is beneficial to all the stakeholders. Kahn (1990) referred to engagement as a situation where people express themselves physically, cognitively and emotionally during work role performance. "Engagement is the state in which individual are emotionally and intellectually committed to the organization as measured by three primary behaviors: say, stay and strive". The behavioral factor is the value added component reflected in the amount of effort employees put into their work (Lockwood, 2007) .
Gallup defines Engaged employees are those who work with a passion and feel profound connection to their company and drive innovation and move the organization forward. Engagement is influenced by many factors: workplace culture, communication, managerial styles, trust and respect (Lockwood, 2007) . The impact of an 'engaged' workforce as opposed to an 'unengaged' one is dramatic and therefore employee engagement at all levels must not only be encouraged but also rewarded. Thus the HR coined the term "Employee Engagement" when the organization takes measures for an engaged workforce, the profit and the productivity spikes. Engagement at work was conceptualized by Kahn as the 'harnessing of organizational members' selves to their work. Thus Employee Engagement is a measure that determines the association of a person with the organization. Employee engagement isn't a one-dimensional concept, something that can be increased simply by sending out a survey or instituting a program. Instead, organizations that are successful at increasing employee engagement realize that it requires culture change. Engaged employees are fully involved in, and enthusiastic about their work. They care about the future of the company and are willing to invest the discretionary effortexceeding duty's call -to see that the organization succeeds. A successful employee engagement helps to create a community at the workplace and not just employees. The added advantage of creating or working from an employee engagement baseline, is that we can measure the success of HR programs, allocating more resources to initiatives that are working and improving those activities that are not showing expected results.
RESEARCH OBJECTIVES
The prime objective of the research paper is to explore the employee engagement from the lenses of individual differences and understanding it as a concept and its drivers that defines business success. The incidental objectives of the present research are as under:
• To define engagement and establish its nature from relevant literature.
• To identify aspects of working life that impact most strongly on engagement, and could be seen as drivers.
• Development and testing of an engagement indicator from the attitude statements in the IT organizations.
• To establish differences in engagement levels by employee group using demographic variables at work.
• To suggest policy makers and HR specialists implement changes in their organizational approaches for making their organizations more employable and employee engaging.
METHODOLOGY
The study is based on both primary and secondary data. The primary data is collected from the IT sector employees in NCR region directly with the help of a structured questionnaire. Secondary data is collected from journals and websites.
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Need and Rationale
The research methodology is exploratory as the researcher is trying to find out what engagement is along with its drivers that affect employee engagement and the most important ones that HR managers need to look at to improve employee engagement levels within their organization. Employee engagement is at or near the top of most surveys that cover the concerns of HR Managers. The purpose of the research is to administer a survey that would assess the strengths and the weaknesses in the employee engagement of IT Companies. The data will provide an aid in decision making and establish measurers for evaluating change in the organization over time. The research paper not only explores the significance of the drivers for overall employee engagement but individual demographic factors are also subjected to statistical introspection. The research paper explores the individual differences across five parameters as gender, age, level, experience and educational qualifications. Tabulated data has been analyzed with the help of descriptive statistics like frequency counts and percentages. Significant variations are observed across employees of various gender, age, level, experience and educational qualifications.
Construction of Questionnaire
Gallup's Q12 measures have been used as a method of measuring employee engagement at a point in time. These twelve questions measure the core elements needed to attract, focus, keep the most talented employees, and measure the strength of the workplace (Buckingham & Coffman, 1999) . In the Gallup survey they develop measures of employee perceptions, and focused on the important human resource issues on which managers can develop specific action plans.
Gallup used these questions to find to a few questions that would truly measure the strong workplace. These twelve questions do not capture everything you may want to know about the workplace, but they capture the most information and 
Sampling Size and Fieldwork
The present survey has been carried out in NCR by collecting 75 samples from HCL and another 75 samples from CSC of employees who work at entry level in the company with the help of structured questionnaire. Sample was selected at random by adopting convenient sampling technique. This sample was selected for the study because they are the individuals that have the most influence on the employee engagement practices now being implemented in the organization.
MEANING, CONCEPT AND DRIVERS OF EMPLOYEE ENGAGEMENT

Meaning and Concept
The It is a concept that places flexibility, change and continuous improvement at the heart of what it means to be an employee and an employer in a twenty first century workplace."
Drivers of Employee Engagement
This section discusses the drivers of employee engagement throughout the literature resulting in highlighting the key driver by which an engaged workforce can be identified. Here drivers given by a number of experts have been combined together to present a comprehensive and holistic picture of employee engagement.
In the literature on employee engagement, one frequently comes across the term" drivers" of engagement, which has been popularized by consulting firms as well as HR practitioners. A driver is something that drives. For example, any part of a machine that communicates motion to another part is called a driver. Persons who use the term "drivers" to explain variation in employee engagement across business units have done so entirely on the basis of observed positive relationship. When the engagement initiatives are framed, it becomes pertinent to focus on the driver which would influence engagement to the highest extent. By managing the drivers, such as communication, performance clarity and There are many drivers in employee engagement and they differ from company to company. In order for engagement strategy to be successful, it must be tailored to the objectives and culture of each organization. size fits all' model of engagement, and different employees will place different emphasis on the extent to which they value each of these drivers in return for 'going the extra mile'. Kahn (1990) found that a person's level of engagement was a function of the experience of three psychological conditions: psychological meaningfulness, psychological safety, and psychological availability. Kahn's three conditions seem especially relevant and important for newcomers for understanding how to engage. He found that work that is experienced as challenging, clearly delineated, varied, creative, and autonomous is most likely to be associated with the experience of psychological meaningfulness. He also found that psychological safety was influenced by interpersonal relationships, group and intergroup dynamics, management styles and processes, and organizational norms. Lastly, he found that psychological availability was negatively influenced by depletion of physical, emotional and psychological resources required to invest one's self in the performance of the role. Development Dimensions International (DDI, 2005) states that a manager must do five things to create a highly engaged workforce.
They are: align efforts with strategy, empower, promote and encourage teamwork and collaboration, help people grow & develop and provide support and recognition where appropriate. Cropley (2005) says that the function of an organization's culture is to define boundaries, convey a sense of identity, and help generate commitment to something larger, enhance stability, social system and act as a mechanism to guide and shape attitude and behavior of employees.
Employee wellbeing will lead to their loyalty in long run and engage them with the organizations. Seijts, Gerard H. Once an employee satisfied these needs, then the employee looks to development opportunities, the possibility for promotion and then leadership style will be introduced to the mix in the model. case study at GNFC on Employee engagement: a tool to achieve sustainable growth, noted that Employee Engagement in an organization can definitely enhance organization's performance, productivity, pride and prestige. Employee Engagement depends on one's professional knowledge, concern for job and motivation from superiors. In GNFC she found good working environment, sharing and openness to share views, training and development, good pay structure and perks, etc. which was responsible for high ratio of employee engagement. According to Swanlatha and Suresh Krishna (2013) there are three factors which foster employee engagement and productivity -Achievement: The vast majority of employees want to achieve something important and meaningful at work.
They want to learn and develop their skills and capabilities and they want to be rewarded and recognized for their efforts; Camaraderie: Employees enjoy working productively with others while developing healthy interpersonal relationships. How manager interact with his/her team is very important in motivating employees to go above and beyond;
Equity: Employees want to be treated fairly when it comes to pay and benefits, daily treatment given to them and physical and psychological safety. When these basic needs are met, employees were highly engaged and enthusiastic at work. Alfes Individual Performance: The Mediating Role of Employee Engagement' examined data from over 2,000 employees of a recycling and waste management company and found results indicating that line manager behavior and perceived organizational practices drove employee engagement, which in turn was strongly linked to innovative work behavior.
Jenkins and Delbridge (2013) in their research paper titled 'Context matters: examining 'soft' and 'hard' approaches to employee engagement in two workplaces' proposed that it was possible to distinguish between hard and soft management approaches to enhancing engagement. In their case studies of two companies, one adopted a soft approach that centered on work design and promoting positive workplace conditions and relationships between management and employees.
Enhanced employee engagement was seen as a positive outcome -productivity was not the primary goal. In the other case, a 'hard' approach concentrated on directly increasing employee effort to improve organizational performance. In the company using a soft approach high levels of engagement were reported, while in the other company high levels of employee disengagement were evident.
DATA ANALYSIS AND INTERPRETATION
It was important for this research to get information on demographic characteristics of the respondents that is information based on gender, age, experience, level and education in order to establish variations. Overall, there are 150 respondents (75 x 2) who contributed in survey on employee engagement. The research primarily focuses on MNC-based employees in the region of Delhi and NCR. 
SUMMARY AND CONCLUSIONS
It is concluded there is no universal definition on employee engagement however literature review is more or less It promotes retention of talent, fosters customer loyalty and improves organizational performance and stakeholder value. In order to strive competitively in this period of globalization, managers must possess relevant competencies for effective implementation in the employee engagement policies and practices. The IT Management has realized that having a strong brand, new products, and new technology alone does not help them get the winning edge over competitors.
Organizations need the committed participation of a good majority of people so that the effectiveness and efficiency of the organization could be enhanced. Attrition of human resource has become a big challenge for the HR leaders globally and one of the major KRA of their own performance matrix. Therefore, HR leaders work day-night to conduct various surveys and study developmental needs and reasons for attrition and keep designing various policies to retain the well trained
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www.tjprc.org editor@tjprc.org human resource. In the above pursuits the HR leaders across the globe has arrived a conclusion that two variables' namely Employee Engagement and Employee Well-being are the solution to manage the Attrition. Despite tireless efforts by HR leaders across the globe, to design and implement employee engagement and wellbeing policies they have yet not been able to establish measurable link between Employee Well-being and Employee Engagement. Therefore by taking the engagement pulse of employees periodically throughout the year, HR leaders can develop and implement engagement initiatives and management strategies that take into account not only employees' present perceptions, but also their past experiences and future expectations. Hence to conclude, that raising and maintaining employee engagement lies in the hands of an organization and requires a perfect blend of time, effort, commitment and investment to craft a successful endeavor and to help them being productive employees.
